Abstract: In many developed and developing countries, small and medium-sized enterprises (SMEs) play
INTRODUCTION
Over the years, the development of SMEs has had a greatimpact on social growth of all countries across the world. It is understood that SMEs are conducive to the stabilisation of the country's monetary situation, increase in technological innovation, creation of employment opportunities, growth in industrial productionand industrial diversification. In developing countries like Mongolia, SMEs play an important role in economic growth while reducing poverty and unemployment. Additionally, the development of SMEs helps reduce income inequality, maintain social stability and promote the development of the private sector.
In 1990, Mongolia made atransition from centralised planned economy to ademocratic parliamentary system with free market. This transition brought about many positive changes in the country, such as multi-party election, democracy, land privatization, market economy and international cooperation. The country also started restructuring the state-owned enterprises, mainly through privatization. At the same time, SMEs began their own specific historical development also from 1991. Today, SMEs make significant contribution to the Mongolian economy by employing around 67% of the national workforce, producing 20% of the GDP, accounting for 2.3% of exports and 19% of enterprise income tax. At the end of 2018, although 167,123 businesses were officially registered, according to the National Statistics Office, only a little more than half of them or 85,488 businesses have been active. 72, 692 or 85% of all businesses employ 1 to 9 staff, 6,259 or 7.3% of the businesses have 10 to19 workers, 4,078 or 4.8% of the businesses have 20 to 49 staff members and only 2,459 or 2.9% of all the businesses in the country employ 50 and more workers(National Statistics Office, 2018).39.9% the officially active businesses are engaged in trade and 39.1% in the services sector, 8.7% of them are in the manufacturing sector,7.8% in the construction industry and only 4.8 % in the agriculture sector.
The definition of SMEs by sector, number of workers and annual income, according to the Mongolian Law on SMEs, is given in Table  1 [12, 14] : The Mongolian government has adopted targeted policy tools to promote SMEs as part of economic development strategy, for example,the Law on SMEs was passed in 2007. The Government also established a SME Agency in 2008 responsible for, implementing related policies and an SME Fund in 2009. Furthermore, the Government, in order to promote SMEs development and improve the businesses climate, announced 2009 as the Year of Supporting Industrial Production; 2010 as the Year of Improving Business Environment; 2011 as a Year of Supporting Employment; and 2012 as the Year of Supporting Households' Development. In 2014, an SME Development Programme (2014-2016) was launched, under which 2016 was announced as the Year of "Promoting Domestic Production and Sales" and policy actions were taken to enhance SME competitiveness and to create employment. The Bank of Mongolia annually conducts a nationwide (Ulaanbaatar and 21 aimags) SME survey in order to have a better understanding of the business characteristics, their current development status, financial access and the challenges encountered by SMEs [3, 21] . And their findings showed that that proper needs assessment, effectiveness of training programme, investment in training, and provision of training all significantly affect employees' job performance [20] .
Literature review
It is important for any organisation to design the training plan very carefully (Armstrong, 2000) . Since the roles and responsibilities of employees shift rapidly in small firms, it follows that some sort of T&D concerning new roles and responsibilities is vital to the success of the employee and the business [4] . There are many types of training that can be offered to SME employees. Choosing the right type of training can ensure that the employees possess the right skills for the business, and the training programme needs to be continuously updated with due consideration of the best and new HR practices [24] . According to researchers such as Kulkarni (2013) and et al,there are two broad types of training available to businesses: on-the-job and off-the-job techniques [10] .
On the job training helps employees to get a proper knowledge of their job in a better way (Deming, 1982) . It is delivered to employees while they perform their regular jobs. In this way, they do not lose time while they are learning at the same time. On-the-job techniques include orientations, job instruction training, apprenticeships, internships and assistantships, job rotation and coaching. Off-the-job techniques include lectures, special study, films, television conferences or discussions, case studies, role-playing, simulation, programmed instruction and laboratory training [5, 7, 11] . Most of these techniques can be used by small businesses although, some may be too costly [18] .
Despite the growing importance of SME research during the last decade, little attention has been given to the study of T&D practices in SMEs [5] .Not only do SMEs themselves pay less attention to training, but the issue of T&D in SMEs has also been relatively neglected by academics [8, 9] (Pettigrew et al., 1990).
Human resource training is a very challenging task for SMEs (Williamson, Cable, & Aldrich, 2002).Compared with large enterprises, formal training resources are limited in small enterprises, which train employees through trade unions, short-term seminars and family training [13] .
As regards Mongolia, not many studies on SMEs have been conducted either by researchers, HRM organisations or other research institutions since 1991. For instance, the Bank of Mongolia annually conducts a nationwide (Ulaanbaatar and 21 aimags) SMEs survey in order to have a better understanding of the business characteristics, their current development status, financial access and the challenges faced by SMEs. According to the Bank of Mongolia survey, social and political conditions, macroeconomy, financing, legal and institutional conditions are the most challenging factors for SMEs. Moreover, some researches, such as theoretical issues of SME (Norjvaanching, Bet. al), SME management and organisational management of SMEs (Batbayar, 2008 (Batbayar, , 2009 From the above literature review, it can be summarised that the development of SMEs does not have a long history, meanwhile, human resource management practice at SMEs is still in the earlystage of its development, since the existing research mainly focuses on SME financing and management. There still is no sufficient literature on the subject of HRM and employee training in SMEs in Mongolia.
Aim of the study and research questions HRM has been increasingly giving greater priority to the issue of training. It has become a very important, albeit costly activity [1] for any business organisation, specially SMEs. Therefore, the aim of this study is to analyse the current situation of employee training at SMEs, examine the attitude of the owners/ managers and organisational support towards training and find out the problems existing in employee training at SMEs in the context of Mongolia.
Based on the aim of our study, we have investigated and sought answers to the following research questions:
1 
MATERIALS AND METHODS
In order to accomplish the goal of our research, a random sampling method was used. Accordingly, data was collected using a questionnaire.The questionnaire is divided into four parts, the first part contains the demographical profile of the respondents including, gender, age etc. The second part includes abackground check. The third part consists of questions regarding employee's training using the interval scale with fivepoints from strongly disagree to strongly agree. The last and the fourth part includes open-ended questions which were used to help check the validity of the data collected through questionnaires. The questionnaire was conducted between November 2018 and February 2019 involving 209 SMEs in Mongolia.
RESULTS AND ANALYSIS
We have summarised the response to the questionnaires and have attempted to provide a detailed explanation of the research findings. The profile of the sample respondents of this study is shown in Table 2 . There were 111 female respondents (53.1%) and 98 male respondents (46.9%). For respondents' age, respondents between the age of 26 and 45 years accounted for 72.3% of all the respondents. 20.6% of respondents were in the age category from 46 to 55 years old and 10% of them were over 55 years old. Table 1 shows that 33.5% of respondents had working experience of less than 5 years, 54.1% of the respondents had been working for 5 to 10 years, followed by 11.0% of the respondents, whose working experience ranged from11 to 20 years and 16.5% of the respondents had work experience of 21 to 30 years. Lastly, 3% of the respondents had work experience of16 and more years. From this analysis, it appears that the majority of the respondents have a low to medium number of years of experience working at SMEs.
With regards to the current position of respondents, a majority of them or 55.5% of the sampled respondents were general managers, 38.8% were owners or directors and only 5.7% of the other respondents were working as accountants and organisers. Table 3 shows that 67% of the firms are engaged in retail trade and services sector, whereas 18% operates in the manufacturing sector and 10% in the construction and 1.4% in the mining and 3.3% in other sectors of the economy. As regards the years of their operation, 66.1% of the firms have been operating for 6-10 years, 18.1% for less than 5 years, 12.6% for 11-15 years, 2.4 % for 16-20 years and only 0.8% for more than 21 years. By looking at the geographical location of these businesses, it has been found that 64.3% of the SMEs are from the capital city of Ulaanbaatar and the remaining 35.4% are from the rural provinces. Firms employing from1 and 19 workersmake up 88.5% of all SMEs, 10% of them have 21-49 employees and only 1.4% or 3 firms have more than 50 employees. Table 4 is aimed at finding out whether firms have a training and development programme and a plan, and whether it is updated regularly or not, in addition to examining if the training budget is allocated.The results indicate that firms have a training programme and plan (Mean=3.56), the training programme is updated regularly (Mean= 3.20), the training budget is included in the firm's annual budget (Mean= 3.53). Firms have a training team (Mean = 2.37).
It is clear from the above resultas well as through open-ended questions that even though most of SMEs have a training policy and programme, it appears that the understanding of training concept is insufficient, the objective of the training is not clear, as well as the implementation of the training programme has not been carried out in a proper manner. In addition, most of the respondents agree that focus is given to the existence ofthe training team and most of the firms do not concentrate on the training programme and plan. Table 5 below represents the employees' training needs. It was also discovered that training is designed to improve employees' new knowledge and skills. (Mean=4.06), prevent workplace accident (Mean= 3.99), enhance employees' capability (Mean =3.92) and employees' efficiency (Mean = 3.56).
From the below results, respondents either strongly agree or simply agree that most ofthe training programmeis designed to enhance employees' professional knowledge and skills, and workplace safety. Choosing the appropriate type of training is essential for better training outcomes. Table  6 is aimed at identifying the types of training thatare provided to the employees.
According to the survey results, it has been found that most SMEs encourage their employees to participate in orientation (Mean =4.00), encourage employees to attend lecture (classroom training is important (Mean = 2.87), believe that long-term training is useful for their employees (Mean =4.09), and computerbased training is useful for employees (Mean =2.64).
Lectures, workshops, computer-based training are considered as off-job training and orientation, while internship and assistantship are considered as on-job training.As a result, wehave found that due to the special features of SMEs, they prefer on-job training to off-job training and prefer short-term to long-term training.
-82 - The questions in Table 7 are associated with the challenges of training, including employee turnover (Mean=4.14), lack of and inadequate funds (Mean=4.06), shortage of employee experience and foreign language skills (Mean=3.98), and the poor quality of training facilities (Mean=3.91).It has been observed that the highest number of respondents either strongly agreed or agreed that employee turnover and cost of training faced by SMEs were yet the biggest challenges.
PMAS
From the above results and through openended questions, we have found out that due to the poor reputation of SMEs and their low wages, employee turnover rate is relatively high, and the employees, who are trained, usually work stably for only 3-5 years. Moreover, SMEs do not have enough training facilities and equipment to provide adequate training for their employees. 
RESULTS AND DISCUSSION
For Mongolia, the history of SME development is not long, and the level of awareness of HRM is not high either. So, the HR policies are imperfect and directors and managers, who are infact the owners the company do not, on the whole, have professional management experience.
What's more SMEs, as a whole, do not have training departments and a well-defined training system as such, indicating that they do not pay attention to training as they normally should. In addition, due to the special features of SMEs such as the size, limited resources, lack of skilled employees, performance etc., they face many challenges like high employee turnover, shortage of funds, lack of facilities, inferior training policy and so on.
Limitations Firstly, this is a small sample study, only focusing on the employee T&D at SMEs in Mongolia.
Secondly, the questionnaire in our study was mostly carried out with the owners or managers of SMEs in the Mongolian context.
CONCLUSIONS
SMEs are important contributors to economic development in all developed and developing countres. They have a potentially important role in creating jobs, reducing inequitable income distribution, enhancing the competitiveness of enterprises and supporting social stability. Moreover, for any SME, employee T&D is an important tool to improve performance, capacity, productivity and sustain competitive advantage. Therefore, SME owners/managers need to utilize T&D to improve or develop employees' knowledge, skills, attitudes, and other work-related performance.
From the findings, we also discovered that in recent years, there is the emerging importance of research on SME and HRM practices especially employee training.
